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anyone 


smoking 


vendomatie 
LIMITED 


your expense? 


Ever have the problem 
losses cigarettes from the 
plant cafeteria? 
workpeople the boy 


buy cigarettes? Yours 

smoking isn’t costing 

something. 

Yet it’s easily controlled 

problem. doesn’t cost 

experienced Vendomatic 

operator take the whole worry 


off your hands. will install 
cigarette machine and 
keep the machine stocked 


and serviced with trouble 


Certainly worth looking into. 


we'll see you get all 
the information you 


CH. 4-6404 
TORBARRIE ROAD, 
TORONTO, ONTARIO. 
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Editorials 


First Steps Taken Toward 
Federation Personnel 
Associations Montreal 


Representatives personnel 
associations have decided that steps 
can taken toward the founding 
Federation Personnel Assoc- 
iations. They met the Ritz-Carl- 
ton Hotel Montreal, September 
and and appointed founding 
committee under the chairmanship 
Don Guthrie Pont Com- 
pany Canada Kingston. Mr. 
Guthrie have regional vice- 
presidents and 
er. 

The terms reference for the 
founding committee are follows: 


Federation Personnel 
tions. 


tives. 


Recommend program design- 
achieve such these objec- 
tives may feasible initially. 


Determine costs carrying 
out the program and produce bud- 
get projected for from three five 
years. 


Devise plan for raising the 
funds required the budget. 

Report the associations 
September 15, 1958, that they 
may have time discuss the pro- 
posals prior next year’s meeting 
Toronto November. 


Representing the Western region 
(Winnipeg, Regina, Calgary and 
Edmonton) will Vice-Chairman 
Ken Smith the Eaton Co. 
Limited, 

Quebec Vice-Chairman will 
Lloyd Jacobson the C.P.R., Mont- 


Ontario divided into three sec- 
tions: Western, Eastern and Tor- 


The Seventh 


and 


Eighth 


the 


BANFF SCHOOL 


ADVANCED 
MANAGEMENT 


High Class Programme 
Executive Training 


BANFF CENTRE FOR 
CONTINUING EDUCATION 


FALL SESSION: November 4th 
December 1957 


WINTER SESSION: February 3rd 
March 1958 


For information and prospectus 
write: 


The Executive Director 


SCHOOL 
ADVANCED 
MANAGEMENT 


Banff, Alberta 


The Personnel Association 
Toronto Inc. will 
hold one day 
conference 


MANAGEMENT ACTION 
WAGE INFLATION 


the Royal York Hotel 
November 21, 1958 


critical examination 
the impact increasing 
wages the operating 
cost business top 
flight Canadians: eco- 
nomist, vice-president 
finance and industrial re- 
lations executives. 


Your opportunity hear 
and discuss what the In- 
dustrial man 
can help his com- 
pany control inflation and 
increase profits. 


Relations 


Personnel Association 
Toronto, Inc. 


134 Bloor St. W., Toronto 


onto. The first these embraces 
Niagara, Hamilton, Guelph, Grand 
Valley, Kitchener, Windsor, London, 
Sarnia and Chatham, and Stan 
Thompson CIL, Hamilton, will 
Vice-Chairman this section. 


Metcalfe taking the rep- 
resentation the St. Lawrence, 
Kingston, Ottawa Valley, and Pet- 
erborough Associations. Toron- 
to, Phil Chaston, president the 

B.C. and 
tives will named later the 
Halifax Association and the Van- 
couver branch the Pacific North- 
west Personnel Management Associ- 
ation. 

Chairman Don Guthrie will sel- 
ect his own secretary-treasurer. All 
communications from 
tions regarding federation will 
through their regional vice-chair- 
man and the chairman who can 
reached Pont Company 
Canada, Box 210, Kingston, On- 
tario. 

The Montreal delegation precipi- 
tated the question federation 
moving that “Federation Cana- 
dian Personnel Associations 
formed immediately”. the 
time this motion the majority 
delegates were the opinion 
that federation would come, but 
there was agreement when 
should would come. 

The problem was basically one 
economics. was readily recog- 
nized that the associations would 
not able support organiza- 
tion with permanent secretary, 
office, and travelling expense. Con- 
sequently, the organization fed- 
eration would “paper organiza- 
There was fear that 
was premature begin with such 
harm than good. Doug Brown 
Peterborough cautioned 
“building ahead the strength 
the smaller associations”. 


“If are going give service 
need money”, said Leon Ducha- 
stel Montreal. “Distances and 
costs seem indicate that federa- 
tion premature.” 

There was feeling the part 
the Ontario associations that fed- 
eration would not give them much 
more than the Personnel Association 
Toronto presently giving them. 

Bob D’esterre Edmonton said 
the Alberta Council Personnel As- 
sociations was making contribu- 
tion Alberta personnel work and 
would like have something 
concrete talk his people about. 

Don Guthrie cautioned against 
federation too long and too 
ate. 

Ken Smith and Don Cameron 
Winnipeg were the real push be- 
hind federation they have been 
the last two conferences. 

Vancouver felt that federation 
was inevitable and desirable but 
the time not now. 

Jack Cuff Toronto had mis- 
givings. “We should take good 
look the cost running fed- 
eration,” said. “If the motion 
carried and financing needs are 
found beyond expectations 
could set federation back 
years.” 

spite all the problems the 
delegates kept presenting, they kept 
coming the desirability 
federation and when Alan Page 
the Toronto Association came 
with the idea founding com- 
mittee, Montreal dropped its resolu- 
tion and all delegates supported 

tions throughout Canada work 
with Don Guthrie and their region- 
vice-chairman and help create 
the climate which genuine fed- 
eration can operate. The leaders 
the personnel field Canada 
are the head this founding 
committee, and any group can 
produce federation they can. 


The Coffee 
REAL 


It's the service that's INSTANT 
with the 
GRISWOLD 
FULLY AUTOMATIC VENDOR 


Freshly brewed coffee delivered 
daily—No plumbing connections 
necessary—just electrical outlet. 


FOR TRULY FINE 
CUP COFFEE 


that tastes like coffee 
smells like Coffee 


Call Today 


Coffee Time 
LIMITED 


5-7571 1564 Queen St. 


Toronto, Ont. 


Let not leave them, how- 
ever, but activate our local associa- 
tions co-operate and plan with 
them. 

RELATIONS INDUSTRIELLES 

Abbe Gerard Dion Laval 
man who believes performing 
great services his country. 
few months ago called attention 
election practices the province 
Quebec, the considerable dis- 
comfort number highly plac- 
persons. Now has devoted 
the entire issue “Industrial Rela- 
tions”, Vol. 12, Nos. and 
explanation the meaning and im- 
plications the merger the 
Trades and Labor Congress with 
the Canadian Congress Labor, 
event tremendous importance 
the history labor organization 
our country. 

Many contributors were given 
opportunity explaining different 
aspects the significance union. 


PP 


UNIVERSITY 
SHORT COURSE 


PERSONNEL 
ADMINISTRATION 


BANFF SCHOOL 
FINE ARTS 


November 4-16, 1957 inclusive 
intensive Short Course 
dealing with 

HUMAN RELATIONS, 
INDUSTRIAL ORGANIZATION, 
COMMUNICATIONS, 
PERSONNEL MANAGEMENT 


For information and prospectus 
apply: 
Director, Banff School Fine 
Arts and Centre for Continu- 
ing Education, Banff, Alberta. 


They were given freedom expres- 
sion. 


Gerard Dion did the summary 
the merger. Andre Roy summar- 
ized the history Canadian union- 
ism. Clive Thomas wrote the Na- 
tional Council Canadian Labor 
and the merger. Roger Chartier 
wrote the TLC-CCL merger and 
its impact union policy and 
wages. Claude Jodoin wrote the 
CLC and international life, and Eu- 
gene Forsey wrote the CLC and 
Canadian autonomy. 


splendid effort and worthy 
forming part every Canadian 
personnel man’s library. Many 
the articles were written English 
and French summary was given. 
Those that were written French 
have English summary. Copies 
may secured from Les Presses 
Universitaires Laval, Quebec, Can- 
ada $1.00 each. 


REPORT THE OPERATION 
THE JOURNAL FOR 1957 


Rae Perigoe, managing editor 
the Canadian Personnel Industrial 
Relations Journal, reported the 
Trans-Canada Personnel Conference 
Montreal, September 13, that the 
Journal would end the year 
with balance more than $900. 

scriptions had increased during 1957 
200 and advertising revenue was 
approximately $800. 

was decided that the regional 
directors should eliminated 
favor two associate editors. The 
new managing editor Rae 
Perigoe, while the associate editors 
are Chaston and Thomp- 
son, and the secretary-treasurer 
Bill Walker Guelph. 

Objective the management 
hedge against emergencies. 


DELEGATES MONTREAL 
CONFERENCE REPRESENTED 
ASSOCIATIONS 


Sixteen the Canadian Person- 
nel Associations were represented 
the Trans-Canada Conference 
Personnel Associations held Mont- 
real, September and 14, 1957. 

Missing were the Maritime As- 
sociation Halifax, Vancouver 
Chapter the P.N.P.M.A., Regina 
Personnel Association and the Lon- 
don Personnel Association. 

Below the list delegates: 

Personnel Association 
Gordon Elliott; Grand Valley—J. 
Walker; Kingston-St. Lawrence— 
Whitney; Niagara—O. Boase, 
Donnelly; Ottawa—D. Bond, 
Lipin; Winnipeg—D. Cameron, 
Smith; Dundlee, 
Marentette; St. Lawrence Valley—D. 
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COFFEE 


made order 


from regular ground coffee 


the 


Fresh 


COFFEE VENDING MACHINE 


These machines and service are available offices 
and plants certain areas Ontario and Quebec 


cost. 


For complete details contact 


3055 VERDUN AVE. 487 DUNDAS ST. 
MONTREAL 19, P.Q. TORONTO, ONT. 
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(men women) to: 


dence 


Speak Effectively 


Themselves 
and Their Ideas 


1290 Bay St. Toronto 


Wozniak; Edmonton—Bob 
Hamilton—J. Thompson; Peter- 
borough—D. Brown, Met- 
calfe; Toronto—J. Cuff, Harrison, 
Lawless, Page; Toronto Women’s 
—Miss Booth, Miss Johnson; 


Montreal Women’s—Miss Bour- 
geois, Miss Eastman, Miss 
Nowlan, Miss Richards, Miss 
Truscott, Mrs. Saunders, Miss 
Clark; Montreal—W. Breb- 
Sare; Canadian Personnel In- 
dustrial Relations Journal 
Perigoe; Guest Speaker—P. Seitz. 


P.N.P.M.A. CONFERENCE 
Seattle, October 24-26 
The Pacific Northwest Personnel 
Management Association 
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YOU 


have 

trouble 

managing men 
and women? 


Find out about the course that trains and enables 


Develop Self-Confi- Improve Their 
Memories 

Increase Their Abilities 
Handle People 

Increase Their 
Income 


DALE CARNEGIE COURSE 


Presented in Toronto District by 


LEADERSHIP TRAINING SERVICES 


~ 


4-8795 Dale Carnegie 


sent what expects “the best 
tory” the Olympic Hotel, Seattle, 
October 26. 

Highlights the conference are 
talk “Confidence from Eco- 
nomic Standpoint” Leonard 
Read, president the Foundation 
for Economic Education, Inc.; “Di- 
mensions Technological Change” 
Sam Baker, general manager 
Pont Company’s Organic Chem- 
istry Department; “Changing Con- 
cepts Organizational Planning” 
Myles Mace, vice-president 
ton Industries, Beverly Hills, Cali- 
fornia, and Stereoscopic View 
the Interview” John Car- 
son, director industrial relations, 
Electric Co. Ltd. 

Further information can ob- 
tained from Earl Johnson, sec- 
attle 11, Washington. 
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LETTER THE EDITOR: 


Steve Gossage Rebuts 
the Rebuttal 


The article contributed Mr. 
Harold Clawson your April 1957 
issue deserves serious discussion 
the issues raised it. was 
therefore proper that you should 
have invited Mr. Mahoney and 
Dr. Eugene Forsey reply 
your succeeding number. is, how- 
ever, most unfortunate that these 
replies should have been couched 
terms not serious analysis, but 
bargaining dialectic with sta- 
tistical support peculiarly hap- 
hazard nature. 

Mr. Mahoney contrasts rise 
the proportion Gross National 
Product investment income from 


MRS. BETTY SMITH 


Manager 


1929 1956 with drop the 
share net farm income. However, 
nesses (non farm) included with 
investment income, the percentage 
Gross National Product going 
this combined use has declined from 
23.4% 1929 22.5% 1956. 
These shifts the distribution 
Gross National Product are import- 
ant analyzing what has been 
happening over the years our 
such analysis incomplete fig- 
ures. 

Mr. Mahoney sets out table 
show that labor’s share value 
output certain industries declin- 
from 1945 1955. Before these 
figures can have any significance, 
conditions the year 1945 must 
mal. not think that the year 
1945, which saw the end the war 
and the commencement recon- 


has been organized 

serve corporations 
professional counsel 

problems attracting 


and assessing female 
personnel. 


Placement 


Female Placement Consultants 
1164 Bay Street 


2-3157 
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version industry can qualify 
normal any ordinary sense. Fur- 
thermore, the comparison made 
neglects take into account the 
very large investment capital 
these industries the intervening 
years which made possible the rise 
ouput and incidentally the rise 
annual earnings per employee. 


Table Mr. Mahoney has used 
1946 base year. This seems 
even more unsatisfactory than 1945, 


particularly for the primary iron and 


steel industry. This was the year 
the prolonged steel strike Ham- 
ilton, substantial rise wages 
steel workers and adjust- 
ment prices under price control 
costs. result, profits were 
very low level and the recovery 
1955 therefore exaggerated. 
any case, the comparison in- 
crease rates pay increase 
total profits not proper one. 
The rate profit investment tak- 
from some satisfactory base year 
years might have yielded more 


Dr. Forsey shows immediate 
contradiction with Mr. Mahoney. Mr. 
Mahoney realized correctly that Mr. 
Clawson was referring the pro- 
portion wages represented Gross 
National Product. Dr. Forsey has, 
however, quoted figures the re- 
lationship wages net national 
income factor cost although 
nowhere specifies this. net na- 
tional income factor cost ex- 
clusive taxation and deprecia- 
tion, both which items there 
were substantial changes between 
1929 and 1956, naturally his figures 
point very different but quite 
meaningless conclusion. 

face long-term productiv- 
ity rise often quoted around 2.5% 
per annum compounded, Dr. Forsey’s 
figures for wage increases may look 
quite substantial even 1954 and 
1955 rather than “moderate and 


COLE TWINS 


Year-Round 
Beverage Service 


Helps Employees 
Helps Management 


utilizing this fine cup drink dispenser 
and providing your people with refreshing 
beverages hot and cold year-round, 
you will obtain the following advantages: 


increased production 


fewer employee accidents 


less loss time 
improved employee morale 


better management 


24-hour, round the clock service 


meets all health standards 


Thousands COLE CUP DRINK DISPEN- 
SERS are satisfying people from coast 


coast. Join this rapidly growing list TO- 
DAY! 


SIEGEL DISTRIBUTING CO. LTD. 


Exclusive Canadian Distributors for 
ELECTRO CIGARETTE VENDORS 
COLE PRODUCTS DRINK DISPENSERS 
LUNCH-O-MAT 
637 YONGE ST. 1-8944 


SALES & SERVICE 
Toronto Montreal Winnipeg Vancouver 
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BETTER 
THE FOOD 
THE 
BETTER 
THE WORK 


Employees feel better, think better, work better 
when their daily meals are well balanced, nour- 
ishing and pleasing eye and appetite. 


Because this, Industrial Food Services are 
continually being chosen leading industries 
and institutions organize their kitchen and 
dining room facilities every detail. 


Our many years experience 
enables buy skillfully and re- 
duce costs. advise and plan 
kitchen and dining room installa- 
tions and cteate low cost 
menus, carefully planned and pre- 
pared culinary experts pro- 
vide the utmost eating enjoy- 
ment, high energy and food value. 


Let know your needs and 
resent facilities. would 

glad advise you any- 

time, without obligation. 


INDUSTRIAL FOOD SERVICES 


Division Canadian Food Products Sales Limited 
WALKER AVENUE, TORONTO, ONTARIO 
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course entitled his 
pretation the figures. 


Dr. Forsey then gives figures 
show price stability from 1951 
1955. does not mention, how- 
ever, that this stability represented 
combination falling prices for 
and generally rising 
prices for industrial products. re- 
Mr. Clawson’s argument, 
the price industrial products 
that significant. Dr. Forsey con- 
firms the fall prices farm prod- 
ucts succeeding paragraph. 

Finally Dr. Forsey makes great 
play with the effect corporation 
profits being cut half and dis- 
tributed wages. However, 
uses profits before taxes instead 
after taxes. sure was per- 
fectly well aware that Mr. Clawson 
was referring profits after taxes 
and must realize that the tax 
yield one-half corporation 
profits were eliminated, this 
loss taxation would have 
restored from some other source, 
presumably from the same source 
that which the diverted corpora- 
tion profits had been applied. 

have dealt with these statistical 
high jinks some length because 
sincerely regret that opportun- 
ity has been missed for constructive 
debate topic national im- 
portance. pity your columns 
should not have been honoured with 
discussion away from the shadow 
the bargaining table. 


Yours faithfully, 
Gossage 


GOOD IDEA FROM WINNIPEG 


The Personnel Association 
Greater Winnipeg has decided that 
the immediate past president 
their organization hereafter will be- 
come the official delgate the Fed- 
eration Conferences, and also fulfil 


the duties editorial representative 
the board the Canadian Per- 
sonnel Industrial Relations Jour- 
nal. This done Associa- 
tion expense. The feeling was that 
representatives would have op- 
portunity understand better the 
considerations involved federa- 
tion and the editorial problems 
the Journal. First representative un- 
der this plan Kenneth Smith, 
past president and member 
the Staff Training Department 
The Eaton Co. Canada Limited, 
Winnipeg. 


NIAGARA CONFERENCE 


The Niagara District Personnel 
Association will hold its second An- 
nual Industrial Relations Confer- 
ence the Sheraton-Brock Hotel, 
Niagara Falls Friday, October 
1957. 


Speakers and topics are: 


Harry Taylor, Industrial Relations 
Manager, Union Carbide Can- 
ada, “Significant Present and Future 
Trends Industrial Relations”. 


Shepherd, Manager, Per- 
sonnel Development, Canadian 
Westinghouse Company, “Are Sala- 
ried Employees Getting ‘Fair 
Shake’?” 


Cruickshank, Vice Presi- 
dent General Manager, The Bell 
Telephone Co. Canada Ltd., “The 
‘Older Employee’ Problem.” 


Page, Director Personnel, 
Goodyear Tire Rubber Co., 
“Handling Major Plant Problems 
with your Union.” 


Moderator 
Q.C., General Counsel, Niagara In- 
dustrial Relations Institute. 


cludes lunch and symposium. Con- 
ference opens 9:30 a.m., October 
25. 
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former Lever Brothers Personnel 
Director, now manager the 
Ottawa office the International 
Labor Organization 


ILO’S PERSONNEL CHIEF 
APPOINTED DIRECTOR 
OTTAWA BRANCH OFFICE 


Douglas Young, Chief the 
Personnel Division the Interna- 
tional Labor Office since 1952, took 
over Director Canadian 
Branch Office Ottawa September 

Young succeeds Phelan who 
died May after serving that post 
since 1949. 


Born Toronto, Ontario, 
Young formerly was direc- 
tor Lever Brothers, Canada. 
was chairman the Canadian 
Manufacturers Association’s 
mittee Old Age Pensions and 
member that association’s Indus- 
trial Relations Committee. has 
also served President the Per- 
sonnel Association Toronto. 


his present position; Young has 
supervised the personnel matters 
the more than 800 ILO officials scat- 
tered throughout the world well 
those the several hundred tech- 
nical assistance experts employed 
ILO projects around the globe. 

was Canadian Employer dele- 
gate the ILO’s Conference Am- 
erican States Brazil April 1952. 
attended the University To- 
ronto and Queens University 
Kingston, Ont. Young married and 
has one daughter. 


BOB 
EDMONTON PRESIDENT 


tries Limited, was elected Presi- 
dent the Personnel Association 
Edmonton the June meeting 
this Association. Vice-President 
Greiner, Canadian Chemical 
Co. Ltd., and the Secretary-Treasur- 
Utilities Ltd. 

Elected the Board Directors 
are Lewis, Alcoholism Foun- 
dation Alberta; James, Alberta 
and Northwest,Chamber Mines; 
Duncanson, Pembina Pipe Line 
Ltd.; Bridge, Hudson’s Bay 
Company and Hollingsworth, 
Edmonton Public School Board. Im- 
mediate Past President Hanak, 
Burns and Co. 


DATES REMEMBER 


Ocr. 24-26 P.N.P.M.A. 19th An- 
nual Conference, Olympia Hotel, 
Seattle, Wash. 

Annual Niagara 
District Personnel Association 
Conference, Sheraton-Brock Hotel, 
Niagara Falls, Ontario. 

Nov. 21/58 One-Day Conference, 
P.A.T. Inc., Royal York Hotel. 
17-18/58—P.A.T. Spring Con- 

ference, Royal York Hotel. 
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Nocial Psychology Industry 


the surface Middletown 
profound turmoil 
and 


Edward 


“Below the surface, Middletown 
profound turmoil and transi- 
tion.” (5-127) wrote the Lynds 
when they returned Muncie, In- 
diana, the late thirties; and they 
were writing these words for all 
the Middletowns our time. 


Nowhere has this been more true 
than the area human relations 
industry. Although have pro- 
gressed rapidly industry tech- 
nical matters, have not develop- 
dealings with others. “Our methods 
are all pointed efficiency: not 
cooperation,” say Roethlesberger 
and Dickson gloomily. 


The older concept the econ- 
omic man the mechanistic con- 
cept the rabble hypothesis still 
play too prominent part in- 
dustrial thinking. This trend has re- 
sulted the tendency continue 
view man just part the 
means production; just another 
machine; and good factory one 
“which produces the goods with the 
maximum efficiency and minimum 
effort.” 


new frame reference, how- 
ever, industry commenced ap- 


*Mr. Barret is industrial psychologist in the 
Personnel Division of Consolidated Mining and 
Smelting Company of Canada Ltd. This article 
is taken from a paper delivered to the British 
Columbia Academy of Science, March, 1957. 


cipally the Harvard group the 
Western Electric Haw- 
thorne Plant, Chicago, and cer- 
tain other industries. This new per- 
ception was given further body and 
direction later the work Lew- 
and his associates, Moreno, and 
that consultative psychologists 
industry. 


The primary realization made 
these studies, and from which the 
new frame reference sprang, was 
the realization that “the personnel 
any factory, plant, shop, yard, 
mine comprise social organiza- 
tion with all that that involves.” 
(2-535) 


When this social sys- 
tem, 
indicate they mean “something 
which must considered 
whole because each part bears 
relation interdependence every 
other part.” (4-551) industry thus 
field with all its parts basically 
interrelated. There equilibrium 
about such that any alteration 
any one section will affect every 
other section. Thus, for example, 
changes the technical organiza- 
tion the plant will have many 
profound and times unexpected 
repercussions, both the technical 
organization itself and the human 
organization. 


The social system field or- 
ganized both formally and inform- 
ally. 


[15] 
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The formal organization man- 
agement includes “the pattern 
human interrelations, defined 
the systems, rules, policies, and 
(4-558) and endeavours effect the 
economic purpose the enterprise 
well secure the cooperation 
its members this endeavour. 


The informal organizational struc- 
ture does not usually coincide with 
the formal, but nevertheless includes 
many patterns human interaction 
great importance industrial life. 
The personal relationships 
plant, hierarchy prestige values, 
structure sentiments, these and 
many others are included 
organization. 


The informal organization may 
have similar goals and standards 
the formal, and can then amazingly 
facilitate the functioning the for- 
mal group was the case the 
Relay Assembly Test Room. may 
the other hand develop, 
groups within may develop, 
opposition the formal organiza- 
tion was the case the Bank 
Wiring Observation Room with un- 


order remind you how 
different may the standards and 
attitudes the formal and informal 
groups and the possible viewpoint 
recall the characteristics the last 
mentioned group, i.e. the Bank Wir- 
ing Observation Room group. The 
practices and beliefs which its mem- 
bers held common many in- 
stances worked against the econ- 
omic objectives the company. The 
chief function the informal group 
appeared “to resist changes 
their established routines work 
personal interrelations.” (4-561) 
Output was restricted certain 
fixed standard. fi- 
nancial incentive schemes produced 
little change group output. Actu- 
ally, management did not really 


know how much individual 
could produce. Even the immediate 
supervisors were partly under the 
control the group, and reports 
production given out were var- 
ied seemed best the group. 
And all this group studied un- 
der standard factory conditions and 


not chosen because any manage- 


ment criticism output. 


The far-reaching implications for 
production involved such situa- 
tion are self-evident, but far more 
pregnant when realize the tre- 
mendous power these informal pri- 
mary groups wield over their mem- 
bers. The primary group, (says 
Brown) the most potent in- 
fluence regulating the individu- 
al’s behaviour.” (1-126) and what- 
ever application this may have 
other areas, certainly true 
industry. 

Much the power the particu- 
lar group over its members root- 
its cohesiveness, concept 
described Deutch referring 
“to the forces which bind the parts 
group together and which thus 
resist disruptive influences.” (10-241) 
This cohesiveness may vary consid- 
erably, but proportion its 
strength the individual will tend 
vigorously resist being influenced 
other than his own group. 


The iron rule the primary 
group was evident Hawthorne 
where the individual was kept 
line the force group opinion. 
Ridicule, “binging”, sarcasm, social 
ostracization and other methods 
were employed make sure the in- 
dividual did not deviate from group 
standards. 


clearly implied, then, that 
efforts change individual 
haviour, that behaviour rooted 
the group, will very difficult 
not impossible unless you can in- 
fluence group opinion. Lewin thus 
found easier change the atti- 
tude group than that one 
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person. (15-57) Commenting this, 
Maier reasons that single person 
may resist change because has 
move alone, while moves 
with the group has company 
adopting new ways, and his vague 
fears that the step intended tak- 
ing will prove unacceptable 
others are dispelled. 
ences security group change 
which necessity missing when 
moves alone. group atmos- 
phere social pressures which acted 
forces resistant change the 
individual case, now cooperate 
adding their weight the direction 
which the group travelling. 


view the nature group 
structure and the implication that 
groups may perceive things very 
differently, the words Mayo re- 
garding communications 
mind. believe that social study 
should begin with the careful ob- 
servation what may described 
communication; that is, the capa- 
city the individual communi- 
cate his feelings and ideas an- 
other, the capacity groups com- 
municate effectively and intimately 
with each other. This problem is, 
beyond all reasonable doubt, the 
outstanding defect that civilization 
facing today.” (3-22) describing 
troubles the international and 
industrial areas Chase says “One 
reason for the trouble that 
people not understand each 
other and lack techniques for ar- 
riving with each 
other.” (5-239) Thus, management 
assumes knows the 
feelings and viewpoints, and makes 
its plans accordingly. The em- 
ployees turn assume they under- 
stand thinking. The 
resultant discord belies both as- 
sumptions. 


What may seem intel- 
ligent presentation viewpoint 
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the one group turns out 
insufficient such; even intel- 
ligent presentation prompted 
spirit goodwill may not surmount 
the communications barrier. Pet- 
Drucker says, “By necessity man- 
agement and worker look indus- 
trial relations from different sides, 
and from different angles vision. 
What are obvious facts manage- 
ment are completely beyond the 
knowledge, imagination, 
perience the worker, and vice 
versa. What vital importance 
the worker important that 
any violation must appear 
him deliberate attack—is often 
something which has never even 
occurred Management.” (14-II, 
ii) 

study carried out the Survey 
Research Centre the University 
Michigan posed the questions 
“What are the things management 
wants “What are the things 
the Union wants most?” The result 
showed disagreement each ques- 
tion between stewards and workers 
the one hand and the foremen 
the other. other words, even 
regarding primary goals, there was 
unanimity perception between 
the workers, the stewards and the 
foremen this study. Each saw the 
goal, whether management un- 
ion different way than the 
other. Each looked through his own 
group coloured glasses. (6-652) 


Because behaviour will 
from and characterized the 
nature the phenomenal field 
the individual, differences view- 
point such these can only lead 
further trouble. apparent 
that more factual approach 
desirable, refusal take anything 
for granted and readiness admit 
the great lack 
groups. persistent effort ex- 
plore the actual phenomenology 
the people involved required 
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order gather material percept- 
this way, says MacLeod, “we can 
guard against taking over the con- 
venient fictions our social institu- 
tions they represented objec- 
tive relationships.” (6-651) 


improve the communications 
area industry many different tech- 
niques have been used. Counselling 
programs, attitude surveys, multiple 
management schemes, free discus- 
sion techniques, periodic employee 
forums, socionomy, psychodrama, 
training programs are among these 
techniques. 


Needs 


The new frame reference im- 
plies broader conception hu- 
man needs industry than the 
viewpoint the last century. 
dealing with the industrial area 
Mason Haire for 
divides needs into three categories, 
the physical, social and egoistic. 


view the older philosophical 
background has been only natural 
that until comparatively recently 
the concentration the employer 
was the first these, the other 
two being largely neglected. The 
carrot the stick have been feat- 
ured. Efficiency expert methods, in- 
centive plans and tempting money 
have been emphasized. 


mind that physical rewards may 
source satisfaction the social 
and egoistic needs the individual 
well those the physical 
sphere. May says, “Social pres- 
tige goals are dominant our 
ture, social prestige being defined 
success, and this success being de- 
fined chiefly economic terms.” 
The individual has come val- 
ued according May’s thinking 
terms the size his income com- 
pared with the incomes others, 
rather than for his intrinsic worth 
individual; and not only 
the case that has come 


others, but has ac- 
cepted the market valuation placed 
him self-valution, and strives 
improve himself improving his 
income relation that others, 
whether his gain their loss. 


There great deal truth 
this analysis the lower levels 
industry well the upper. 
has been found the lower levels 
that dissatisfaction with wages 
dissatisfaction with 
wages such, but with the wage 
relation the money made some 
other group the industrial world. 
“Differences wage rates between 
various jobs are very close the 
worker’s hearts”, says Peter Drucker, 
“because they establish prestige.” 


this may, however, there 
gainsaying the fact that aside 
from this indirect satisfaction the 
social egoistic needs they were 
until comparatively recently very 
much overlooked industry. 

Social Needs 


Often industry seems tend 
towards the “unformulated notion 
that people enjoy something, 
cannot good for them, and must 
interfering with production.” (7- 
28) the efficiency expert has de- 
veloped production line such 
way that workers will not fac- 
ing each other, and thus waste 
time gossiping. The stereotyped re- 
lationship boss and worker 
maintained because the boss must 
order and the worker must obey. 
The informal groups are regarded 
with suspicion potent sources 
trouble the plant, and times 
other departments. 

And yet when look back the 
Hawthorne experiment and remem- 
ber the factory social system, 
apparent that this type think- 
ing fails recognize the social side 
the enterprise. 

Hawthorne, the atmosphere 
the Relay Assembly Test Room was 
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quite different from that generally 
developed industry. Conversation 
was almost constant. Supervision 
the usual sense was non-existent, 
and the little group had become 
solid social group working com- 
plete informality but reaching 
extremely high output level. There 
was espirt corps the group, 
feeling belonging, and be- 
ing identified with the group. 


Ego-Needs 

dealing with the neglect in- 
ternalized and ego motivations Katz 
and Kahn point out that the “pun- 
ishment reward model not only neg- 
lects motivations already internal- 
ized within the personality, especial- 
those relating the ego (but) 
give only superficial attention 
deep-lying ego needs.” (6-663) 
The need for security, the desire 
for status and prestige, satisfactions 
derived from the expression 
one’s abilities and talents, the need 
for self-determination are mentioned 
needs which should consider- 
this area. Industry again does 
not sufficiently allow for the satis- 
faction these. 

pany, Katz and Kahn emphasize the 
importance self-expression and 
self-determination. “The supervisors 
who had the most productive sec- 
tions were the leaders who super- 
vised less closely, and 
opened chances for the workers 
make decisions for themselves. 
The section heads who insisted up- 
standing over their employees 
and checking their every move, 
the other hand, had the sections 
with the lowest productivity.” (6- 
664) Brown has said, “Men have 
need run their own lives and 
tackle their own jobs (within reason- 
able limits) seems best them- 
selves.” (1-213) 

Status and prestige the group 
are, course, closely tied with 
ego need satisfactions. Chase 
says, “Who are and how can 


see ourselves and how see others 
see provide very important sat- 
isfactions and deprivations us.” 
(5-23) 

Symbols status, whether they 
titles things, are very im- 
portant the individual and de- 
serve careful consideration. The size 
the office desk, the number 
telephones, the completely private 
bullpen type work place, the 
biggest drill press, the special lock- 
er, the type floor covering. These 
group which indicate where the in- 
dividual stands the organization. 
The gain new symbols advertises 
promotion others the group; 
the loss current 
claims demotion. Any 
which threatens the possession 
these other status signs vigor- 
ously resisted and logically so. 

Brown gives interesting ex- 
ample strike caused when the 
management requested two categor- 
ies workers use the same 
cloakroom while renovations were 
being made the factory. Although 
the two categories were paid the 
same rate and were regarded 
equal management, one category 
was regarded the informal or- 
ganization quite superior the 
other, and that category was humi- 
liated being classed with the 
other, and being required 
make use the same cloakroom. 
“Indeed,” says Brown, “the status 
situation one the commonest 
causes strikes.” (1-140) 

Conflicting Needs 

Not only there need recog- 
nize the existence these two 
large areas needs, the social and 
the egoistic, well the physical; 
there also the need careful 
that the three areas are not allowed 
conflict with each other the 
mind, Haire points out that offer 
worker incentive for increased 
production when such 
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would violation the em- 
ployee’s group standards show 
all. too common ignorance the 
true situation, and places the em- 
ployee very frustrating posi- 
tion. 
Participation 

“At the level practice,” says 
Haire, “there good deal evi- 
dence that participation the most 
powerful technique 
modifying the behaviour group 
(9-1114) referring studies 
carried out the University 
Michigan insurance company 
and utility company, Likert and 
Katz say: “All the evidence from 
these studies and 
work that have done indicates 
the importance giving people 
sense real participation not 
artificial condescending, but gen- 
uine, 
tion, where they are respected in- 
telligent people who are sincerely 
trying job.” (12-98) this 
quotation lot the force con- 
tained the words “genuine honest- 
to-goodness participation” that is, 
more than discussion; participa- 
tion which the member has had 
active part the decision 
conclusion well. 


Participating, the individual 
longer feels alone insecure 
when faced with new step; nor 
need wonder fear what the 
group might think took the 
step. 

study Coch and French 
the Harwood Manufacturing Cor- 
poration illustrates the effect par- 
ticipation the work situation. 
this plant high turnover, grievances, 
low efficiency, cetera, resulted 
from and resistance changes 
methods and jobs which took 
place periodically. the same time, 
strangely enough, was found that 
relearning the work after change 
this occurred took longer 


either the case the skilled 
unskilled operators than the learn- 
ing period for the same job 
new operator. This lower level the 
experimenters regarded the light 
Lewin’s quasi-stationary equili- 
bria. this particular instance the 
experimenters concluded there were 
certain forces involved inhibiting 
production, the chief which was 
restricted standard set the oper- 
ators, caused part resentment 
against management because the 
transfer involved, and vague hope 
bringing standard 
down. Four matched experimental 
groups were selected, and experi- 
mentation with three degrees par- 
ticipation the planning requir- 
changes methods and jobs 
was carried out these. The con- 
trol “no participation” was 
treated just usual. The employees 
were called together, and the pro- 
posed change was explained 
them. The usual 
sults occurred, including the un- 
necessarily poor learning recov- 
ery curve the new job compared 
with that new employees. Groups 
which enjoyed involvement and par- 
ticipation effecting the necessary 
changes, showed markedly better re- 
sults. Coch and 
“that the rate recovery direct- 
proportional the amount 
participation, and that the rates 
turnover and aggression are inverse- 
proportional the amount 
participation.” (6-483) 
pets this, according Lewin, 
saying “Because the participation 
afforded the experimental group, the 
force associated with group-set 
level below Management’s quota 
diminished, the resentment 
Management, and with reduction 
the restraining force, the forces 
acting raise production caused 
the level rise until result 
forces, the forces acting raise 
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production caused the level rise 
until result the gradient 
the restraining forces, new equili- 
brium was reached.” (9-1113) 


interesting incident reported 
Business Week April 1956 illus- 
trates the principle participation 
involvement rather diiicrent 
setting. the Airtex Producis Inc. 
three plant manufacturer auto 
parts Southern Illinois, relations 
with the United Auto Workers Un- 
ion were bad for years. After 
particularly involved incident, Fren- 
kel, President Airtex, and John- 
son, U.A.W. District representative, 
decided they needed outside help. 
They sought aid from the Univer- 
sity Chicago’s John McCollum, 
Director the school’s Union Re- 
search and Education Project. 
saw chance use one his pet 
ideas, jointly sponsored attitude 
survey the firm’s employees. 


Union company University 
committee set survey cover 
every aspect the work situation. 
When results came they pointed 
out some areas sharp disagree- 
ment, but these were now only 
secondary importance company 
and Union. Working together 
common enterprise had acted 
balm embittered relationships, 
and over the year, somewhere the 
many hours-of meetings and de- 
bate, most the old animosity 


Leadership 


There ever growing body 
opinion that leadership not mys- 
tical quality combination 
characteristics possessed certain 
individuals and not others 
has been held the past, but rather 
particular situations group struc- 
ture.” (9-1115) This one fact it- 
self, course, could revolutionize 
traditional thought. Haire says, “In 


been encumbered set cul- 
tural notions concerning the lead- 
role and rigid view the 
leader his hierarchical position 
such extent that has been 
difficult formulate the problem 
leadership terms group struc- 
ture and group action.” (9-1115) 


may be, according Knicker- 
bocker, that the traditional concept 
the leader can explained 
considering relation the 
father-symbol carried with from 
childhood. The concept man 
strength and power, dominant, 
larger, more intelligent, more ma- 
ture, more cultured than his fol- 
lowers: man who can give sense 
security even was given 
the child the father and 
still needed, least degree, 
many adults. easy see how 
such stereotype once established 
might self-perpetuating and how 
might statistically confirmed. 
easy see how such person 
could exercise authority and 
obeyed. 


This view is, course, shared 
Knickerbocker’s colleague McGreg- 
whose motivational analysis 
regarded Haire important 
approach, having “the characteristic 
major phenomena psychological 
problems work.” (9-1111) 


McGregor stresses the dependent 
position the subordinate indus- 
try and the many similarities 
the parent-child relationship. With 
the satisfaction the subordinate’s 
needs largely dependent the 
superior, McGregor emphasizes the 
necessity that the worker experi- 
ence sense security the work 
situation. This sense security 
which independence may grow. 
Opportunities are then needed 
the work situation for the worker 
develop this independence 
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genuine participation the work 
and assumption responsibility. 


Whatever the validity the Mc- 
Gregor-Knickerbocker type hypo- 
thesis, experimental work has now 
demonstrated that father-son 
“boss-worker” relationship may not 
the most enlightened produc- 
tive one the work situation. Pos- 
sibly industry well gov- 
ernment the evolution towards 
democratic representation and away 
from the despotisms the past. 
Lippit and White have certainly 
demonstrated “that the productivity 
the group varied function 
the leader’s role .,” (9-1106) 
and that initiative, cooperation and 
productivity appear better 
groups with more democratic at- 
mosphere. 


the study Katz and Kahn 
the insurance company recalled 
that the highest producing sections 
least closely, allowing room for the 
individual consider the problems 
involved and make certain decisions 
independently the supervisor. The 
democratic atmosphere the Relay 
Test Assembly Room, Lincoln 
Electric’s advisory committee, cet- 
era, exemplify the same thing. 


The type democracy which 
seems most productive not, how- 
ever, simply negative “refraining 
from the autocratic,” for this would 
tend result only laissez-faire 
freedom for the individual. Neither 
majority vote type democ- 
racy which would create minority 
groups, but rather one which 
with the authority vested the 
group unanimous group decision 
striven for. Maier says, “The ob- 
jective discussions under demo- 
cratic leadership obtain unani- 
mous agreement, and the skilled 
leader can obtain this degree 
agreement high percentage 
instances.” (15-22) 


Maier feels this type decision 


has many advantages, particularly 
because its emphasis implica- 
tion the importance each per- 
son the group. The resulting in- 
creased cohesiveness motivates the 
group keep the minority with it, 
tends preclude hostility and unco- 
operativeness, discourages lobbying, 
assures sincere examination the 
group any difference 
and builds team spirit. 

interesting note that demo- 
cratic leadership, like all democracy, 
does not allow much freedom 
the individual does laissez-faire 
atmosphere. Actually, there seems 
the democratic group the auto- 
cratic. Social pressures group 
members replace the pressure the 
autocratic leader, the important dif- 
ference being that the limitations in- 
volved the democratic group are 
thus self-imposed. 


manifest that certain cul- 
tural situations the autocratic might 
more productive than the demo- 
cratic, but our culture, and con- 
sidering especially the limited auth- 
ority given the supervisor, the demo- 
cratic type leadership should 
the average gain the higher ef- 
ficiency rating. 

Conclusions 

Social psychology itself youth- 
ful branch learning, and its ap- 
plication industry still younger. 
yet lacking much, not the 
least which technical lan- 
guage which the social stresses 
and strains industry may dealt 
with. The problems the indus- 
trial world tend expressed now 
industrial rather than psychologi- 
cal dimensions. Haire says, “The ex- 
perimenter who works the field 
soon feels crying need for fur- 
ther formulation concepts. There 
rich body observational and 
experimental research work, but the 
faster these findings develop, the 
more pressing becomes our need for 


theory.” (9-1119) Allport agrees with 
him when says, “No experiment 
interprets itself; fact speaks for 
itself. Theories that transcend the 
specific instance are and 
theorv building social psychology 
still its infancy.” (11-50) Ad- 
vances made the industrial area 
include the sophisticated concept 
quasi-stationary 
tained fields forces developed 
Lewin and his associates. Mc- 
approach involving bal- 
ance between dependence and inde- 
pendence, the law effect and the 
role the leader comprehensive 
effort cover the industrial area. 


The advance this area might 
understanding sup- 
port were available from industry it- 
self. This need highlighted Dr. 
Hendry the University Toronto 
when quoting Dr. Horeig (Manager, 
Research and Development, 
Pont Company Canada) stating 
that “to support one research man 
our laboratory costs about $25,000 
year. assign this man ap- 
plied research program Manage- 
ment needs see worthwhile ob- 
jective which can obtained with- 
ten years. assign him fun- 
damental study requires that Man- 
agement expects business 
for another 100 years.” Dr. 
Hendry goes say “No such 
formula has been suggested the 
social sciences, but reasonably 
safe assume that the investment 


required not substantially less.” 
(13-202) 


is, however, encouraging 
note ever-growing interest 
social psychology the industrial 
area. This ranges from increas- 
ing use psychiatrists and psychol- 
ogists industry, through greater 
readiness listen the views 
these people, both home, con- 
vention platforms and reading 
material. 


The increase the number 
courses put Universities for 
top management personnel, many 
them emphasizing social psychologi- 
cal principles, significant. The 
Banff School Business Adminis- 
tration and the year old Advanc- 
Management Program Harv- 
ard are examples this. Perhaps 
more relation the 
question mind has been industry’s 
wholehearted response these ef- 
forts. Conferences such that spon- 
sored last year the Duke Edin- 
burgh and the Annual Five Day 
Round Table 
commenced last October the 
University Toronto permit ex- 
posure for periods time the 
more progressive views advanced 
thinkers. Research programs carried 
out the industrial world Uni- 
versity groups such Michigan’s 
Institute for Social Research con- 
tinue stimulate management's 
thinking the field social psy- 
chology. 
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One the problems personnel work 
has been devise single training scheme 
which will cover all training requirements. 
Even the most ideal plans cannot all-em- 
bracing. 


That’s why many personnel men use 
training supplement and strength- 
existing programs. MORE THAN 300 
CANADIAN 
TERNATIONAL CORRESPONDENCE 
MEET THEIR TRAINING NEEDS. 


For full information regarding training for 
your employees write direct to: 


7475 Sherbrooke MONTREAL Dept. 


= 
INTERNATIONAL CORRESPONDENCE 


Plan 


ADIAN, LIMITED 


HERE ARE FACTS YOU SHOULD 
KNOW ABOUT TRAINING 


The versatility enables you pin- 
point your training program concentrating 
those skills which you most require. 


The experience working with in- 
dustry asset. For more than years 
have co-operated with industry many 
phases employee training. 


specialize tailor-made courses fit 
any unusual need. Through our Educational 
Research Division and training analysts 
can develop short intensive courses for urgent 
critical needs. 


has courses for management, too. 
Courses for department heads, courses for 
foremen, refresher courses longer career 
courses for men marked for advancement are 


all available through 


. 
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PAT Has First Full-Time 


President John Cuff has an- 
nounced the appointment Ove 
“Pete” Petersen full-time secret- 
ary-manager the Personnel Asso- 
ciation Toronto, Inc. The associa- 
tion has taken offices 134 Bloor 
St. West, and Pete takes over there 
October 28. 


active member the Person- 
nel Association Toronto since 
came Canadian General Electric 
Toronto nine years ago, Pete has 
host friends the association 
and all will readily agree with Presi- 
dent Cuff that the association for- 
tunate able interest man 
Pete’s calibre. 


Pete was born London, Eng- 
land, and came Canada 
1906. was educated Syra- 
cuse and McGill Universities and has 
spent years personnel work 
Montreal, Vancouver and Toronto. 


Mr. Petersen was member the 
Montreal Personnel Association its 
early days when was personnel 
manager the Dominion Rubber 
Company Montreal. held this 
post for years, until became 
personnel manager the Canadian 
Industries Limited plant Brows- 
berg, Que. 


Before coming Toronto 1948, 
Pete was personnel manager the 
British Columbia Electric Company 
Vancouver, and here was 
founding member the Vancouver 
Chapter the Pacific Northwest 
Personnel Association. 


married and has one son. 
His hobbies are golf, fishing, bridge, 
gardening and photography. 

making the appointment, Mr. 


Cuff also paid tribute the work of- 
Carl Rankin, who had held the post 
part-time executive secretary un- 
til April this year. Marsh Howard 
the Toronto Transit Commission 
stepped into the breach his cap- 
acity secretary-treasurer the 
association, and holding the fort 
until Pete ready take over. 


JEAN CARON HEADS 
SHAWINIGAN FALLS 


Jean Caron Pont Co. 
Canada, Ltd., the first president 
the newly formed Shawinigan 
Falls Personnel The 
first meeting held Oc- 
tober 1957, and Mr. Comp- 
lin the guest speaker. 


» 
Petersen 


Industrial 


“Canadians, participants per- 
haps the fastest growing economy 
the world, are especially concerned 
with the problem adjustment 
the evolution industrial technol- 
ogy. Probably other country 
the dependence the engineer 
great.” 

the McGill Industrial Relations Cen- 
tre, gave the setting for the examin- 
ation the impact technology 
industrial relations. 


Copies the proceedings will 
soon available $1.50 from the 
McGill Industrial Relations Centre, 
Montreal. Meantime, here’s digest 
the talks: 

Dr. William Westley, chair- 
man the Department Sociology 
and Anthropology McGill, spoke 
“Men and Machines”. assess- 
ing the possible effects automa- 
tion, stated that efficient use 
new expensive machines will neces- 
sitate much more accurate planning; 
many separate will 
have their jurisdictional boundaries 
broken, and will mean, said, 
that many workers’ groups which 
had been formed around the old job 
process would destroyed. The 
period technical training would 
lengthened and job turn-over would 
more serious. 


Depression 
Discussing the impact change 
vancement, Dr. George Schultz, 
Professor Industrial Relations 
the University Chicago, said 


Industrial Relations and Technological Change 


Report the Ninth Annual 
Conference the 
Relations 


Perigoe 


McGill 
Centre 


“there are some pretty good rea- 
sons for feeling that the pace the 
change will not rapid 
cause serious depression.” 

For one thing, “it takes time 
design, produce, install and program 
these new machines, and takes 
trained professional and skilled per- 
sonnel that not seem par- 
United States Canada.” 

The speaker said there was “al- 
most universal confidence that 
can maintain reasonably full em- 
ployment despite rapid technologi- 
cal and economic change.” 

Labor relations period 
technological change 
that fringe benefits don’t bind 
individual too closely specific 
workplace, said Dr. Schultz. 
dealt especially with pension plans 
employment “far longer than would 
the case his accounts were 
kept more current basis.” 

These plans could prove illusory 
the worker caught plant 
departmental shut-down, 
claimed. 

Dr. Schultz said that the auto and 
steel industries are leading the 
way liberalizing pension plans. 

Firms that are likely experience 
radical changes character could 
tell new employees their jobs are 
temporary and could retain old em- 
ployees with requisite ability, thus 
permitting them retain pension 
benefits which they were entitled. 
recommended good 
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management relations avoid 
“ossified practices” that lead bit- 
terness. 

thought adjustment the 
changing process would much 
more easily accepted the indi- 
vidual there prevalent con- 
dition full employment, good 
vocational program and system 
helping individuals get adjusted. 

For this. Dr. 
mended: adequate unemployment 
insurance, governmental assistance 
areas that may particularly 
hard hit technological change, 
and retraining and employment ser- 
vice programs. 

Enough Jobs 

Automation will provide enough 
jobs around government, 
management and unions all their 
part, said Gossage, head 
the personnel department the 
CPR. 

far there sign automa- 
tion has dried any job oppor- 
tunities. unemployment 
may traced directly the de- 
cline housing construction, the 
tight money policy the falling 
off particular export. 

“Why are businessmen and the 
economists confident about auto- 
mation and the future?” asked. 
Automation will create more goods 


and lower costs and this will 


demand for output. This turn 
will create more employment. Then 
the new machines, their operation 
and care will create new job op- 
portunities. 

Mr. Gossage recalled that his 
own lifetime had seen the auto, 
movie, air transport, radio and tele- 
vision industries grow provide 
more employment than the indus- 
tries they destroyed. 

Analyzing the part the various 
social agencies should play auto- 
mation, held would gov- 
tive demand through 
tariff, social security, 


vestment, price policies and cyclical 
budgeting. 

thought management should 
refrain from attempting exploit 
the changing situation. must 
willing recognize that there are 
problems, that workers must told 
what’s ahead them, that unions 
must consulted about the timing 
and speed and methods introduc- 
ing the new technological changes. 


key job for unions was see 
workers got their fair share any 
new productivity that accrues. 


and get the whole benefit,” 
said. “The shareholders must get 
some it, not any 
change. The consumers should get 
some it. But the workers the 
industry must also get some it. 
It’s their unions’ business see they 


do.” 


Dr. Eugene Forsey, Research Di- 
rector, Canadian Labor Congress, 
thought organized labour could play 
important role meeting in- 
creasing technological change. 
said could help match jobs avail- 
able one place workers avail- 
able another. 


“Organized labor, too, can press 
for action that will the greatest 
advantage society rather than 
purely the economic advantage 
the employer.” 

foresaw unions putting pres- 
sure employers grant company- 
wide seniority, and pay part 
the moving expenses new jobs. 

Management, felt, would 
well advised take unions more 
into their confidence and explain 
them and the workers what was 
ahead. “Fear the unknown 
large part the problem,” 
thought. 

Unions will also pressing em- 
ployers bear part the cost 
retraining workers that 
workers taking retraining courses 
get adequate pay while retraining. 
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Western 


thinking back over the con- 
ference, picture emerged which 
stressed the integrated unity 
the whole. 


very deep lake some seventy miles 
north Ottawa. There lie the cast- 
off remains and stumps the 
monstrous white 
about 1840. Over the remains one 
immense stump rises majestic 
white birch, supported great 
roots rising out the old and build- 
ing the new. The whole program, 
for purposes illustration, could 
represented tree, the develop- 
ing trunk “Western Canada 
Industrial supported 
five great main roots, human re- 
sources, education, management de- 
velopment, unions, and developing 
man-power. 

Alberta’s Minister Industries 
and Labour Hon. Mr. Reierson gave 
vibrant picture our Western 
Canadian frontier. 
something the contribution from 
capital, engineering skills, manage- 
ment and labor, and the importance 
true sense loyalty and price. 
The changes Alberta since 1947 
(Leduc) have indeed been impres- 
sive. Think the greatly increased 
population, billions dollars in- 
vestment, over 7,000 oil wells, over 
10,000 miles drilling, and the in- 


*Dr. Grace, Director of the Research Council of 

Alberta, University of Alberta, comments on 
the talks at the Fourth Annual Personnel Con- 
ference sponsored by the Alberta Council of 
Personnel Associations. 


The Need For Human Resources 


Canada 


creasing tempo secondary indus- 
trial development. Gas export, 
utilization by-products, and the 
prospects iron steel industry 
are but few the optimistic signs 
for continued development our 
Western Canadian frontier, provid- 
ing—may stress this providing 
that the frontier nourished with 
the needed human resources. 
greatly increased labor force will 
required; this must met in- 
increased training and also immi- 
gration. The industrial climate must 
maintained favorable con- 
dition, failure rise the chal- 
lenge could “kill the goose that lays 
the golden egg”. Management and 
labor must work together mutual 
respect and harmony, and you, 
personnel friends, can play truly 
vital role furthering and main- 
taining the necessary climate for our 
industrial frontier. 


Mr. Daniels, Chairman 
the Board, Royalite Oil Company, 
dealt detail with the first great 
“root” nourishing our “tree”. His 
treatment “Human Resources 
the Industrial Frontier” was thought- 
provoking and stimulating. saw 
him with kindly dignity interviewing 
young man woman. sure 
those interviewed were the bet- 
ter for the interview and certainly 
later years often would look back 
with profit the occasion. Let 
all realize our responsibility and 
great opportunity must make 
the effort see and appreciate the 
problem. Our failure not 
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only may adversely affect young 
life, but may lead lack 
mutual understanding and sympathy 
between management labor, 
and the breakdown vital morale. 
Mr. Daniels pointed our inter- 
dependence the expanding econ- 
need for increased human 
assets, more trained and professional 
people, more attention the real 
“thinking” the employee, more 
teachers and fuller awareness 
the importance the teacher’s part 
developing the human resource. 


The outstanding importance 
failure certainly noteworthy. Seven 
times many engineers rated char- 
acter more essential for success 
than technical knowledge. recent 
report noted two days ago stated 
that scientists, personal qualities 
are about eight times important 
for success technical skill, doubt- 
less referring the study cited 
Mr. Daniels. 


Mr. John Carson, Industrial Re- 
lations manager, Electric Co., 
dealt with what like think 
the second great “root” our “tree”, 
namely “Management Development 
and the Industrial Frontier”. was 
pointed out that our human re- 
source development must keep pace 
with the development our natural 
tions, part, must considered 
field for executive training—indeed 
training all those classes human 
talent needed the near more 
remote future. This can only 
done effectively there con- 
stant review the organic struc- 
ture the organization, keeping 
mind essential changes produc- 
tion, operation, management func- 
tion and over-all growth. Here 
may digress and think the Hon- 
ourable Mr. Reierson’s reference 
statement made General Elec- 
tric official that “in ten years 
percent all sales will new 


equipment, some which has 
yet not even been imagined.” The 
forward planning outlook 
ganizations probably well illus- 
trated the Bell Telephone labor- 
atories and their studies connec- 
tion with automatic phones, con- 
tinental dialing and many related 
developments. 


liked Mr. Carson’s discussion 
employee reviews—they 
point development activity terms 
needs the individual. How 
often are such studies made 
administrators solely for the pur- 
pose fitting the individual into 
the next salary slot, holding him 
where is? Personnel officers, di- 
rectly and indirectly, have real 
responsibility here the appraisal 
job done the light individual 
needs. Morale and management de- 
velopment will furthered. Such 
programs must not immersed 
“paper work and gimmicks”, must 
not directed merely the sep- 
aration the “pedestrian” from the 
leadership material, but must 
concerned with every individual 
the organization and can only 
imposed the organization after 
the most careful preparation, wait- 
ing until there general acceptance. 
Personnel officers stand between 
management and staff and have 
unique opportunity the matter 
management development. 


“Education Meets the Needs 
the Industrial Frontier” the third 
great nourishing “root”. Professor 
Campbell, Director Exten- 
sion University Alberta, gave 
thought-provoking analysis edu- 
cation relation our industrial 
frontier. “By 1980 the need for 
trained people will far greater 
than the supply presently en- 
visaged.” took into the field 
adult education. liked the 
quotation from Stamp, think 
was, “The purpose adult educa- 
tion threefold, training people 


earn living, live life, and 
mold world.” was indicated, and 
think can all agree most em- 
phatically, that “education not 
just the responsibility the educa- 
tor, but all us.” Perhaps our 
education has not kept with the 
industrial frontier; let take our 
share the blame, and with the 
plug the “cracks the dam”. Tech- 
nical schools, the Banff School 
Fine Arts, University extension 
classes, night classes, and industrial 
training centres are but examples 
efforts meet the needs human 
resources through education. Where 
have we, segment society, 
failed with the result that some 
our young speak classes Eng- 
lish “useless” training? Indeed, 
the world needs steady stream 
creative men and women. each 
lives, talks, and stresses the liv- 
ing life and the molding 
world, well the earning 
living, perhaps the sum total effect 
will aid education more effectively 
meet the needs our industrial 
frontier and provide more the 
right kind trained men and wo- 
men. 


Mr. Reimer, Director Oil, 
Chemical and Atomic Workers 
Union, indicated something the 
place the labor movement 
meeting the need for human re- 
sources our western frontier. 
needed, the problems relation- 
ships between labor and manage- 
ment with, the major objective, 
the common good all. was 
pointed out that are all pro- 
ducts our heredity and environ- 
ment. There are such problems 
sectionalism, British Columbia look- 
ing south rather than beyond the 
mountains the east. 


dencies demonstrate the need for 
labor movements strive find 
the “common denominator.” their 
development labor unions must take 
into account the physical and psy- 
chological needs. all know and 
appreciate the importance the 
purely physical—the roof, food, in- 
creasing standard living— but 
unions cannot stand physical 
grounds only. Other, more impor- 
tant attributes, make the indi- 
vidual—he must have dignity, re- 
quires love and affection, the sense 
power achievement and sense 
security. The union only 
operation with the leaders or- 
ganizations, aids the development 
mutual understanding, high mor- 
ale and effective action. 


There are two points brought for- 
ward the question period which 
seem call for special mention. 
fulfilling their role man-power 
development, unions feel that they 
are not receiving the full 
operation management. Person- 
nel officers have very special op- 
portunity foster the mutual un- 
derstanding and sympathy which 
must attained the human needs 
our expanding industrial frontier 
thought-provoking learn 
students world affairs, looking 
the industrial frontier interna- 
tional sense, believe that fifteen 
years hence this atomic age will re- 
quire the relocation fifty percent 
the labor force. that rea- 
sonably correct educated guess for 
the frontier the international sense, 
how much greater may these 
tendencies our Western Cana- 
dian frontier, provided with 
varied and immense 
sources whose development most 
rapidly forging ahead? 
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Michael Starr Open 


“Mike” Starr, Canada’s new Fed- 
eral Minister Labour, has agreed 
open the 1958 Spring Conference 
the Personnel Association Tor- 
onto April the Royal York 
Hotel. 


This year’s Conference will, 
result advice from people who at- 
tended the last Conference, have 
objective rather than theme. 
will management-slanted the 
goal being get more top executives 
and top line people attend the 
Conference. 


Although the theme-type confer- 
ence, which has been the vogue 
with PAT recently, won majority 
support those answering the last 
conference questionnaire, there were 
significant number other com- 
ments. One trusted adviser said: 
“Next Conference should general- 
ized have more appeal and prov- 
ide real service the dozens 
small companies.” Another 
“There are few themes, other than 
the overworked human relations one, 
which justify full conference time.” 


The Conference Committee, under 
General Chairman Keith 
Richan, have already had eight 
meetings and have come the con- 
clusion that they can best conform 
the wishes the people who at- 
tend the Spring Conference prov- 
iding variety speakers and sub- 
jects. 

the second day the Con- 
ference, the plan the moment 
have two concurrent sessions 
the and two the after- 
noon. This provide such va- 


1958 Spring Conference 


riety programs that the appeal 
will broad the interests of. 
the group. 

The cost members has been es- 
tablished $30.00 for the two-day 
session. 

Director Floyd Henry’s Spring 
Conference Committee growing 
leaps and bounds these days. 
Keith Richan, Canadian Radio Man- 
ufacturing Corp., General Confer- 
ence Chairman. His Vice-Chairman 
Operations Jim Neill, Campbell 
Soup Co., and Vice-Chairman Pro- 
gram “Tony” Lawless, Mac- 
lean-Hunter Publishing Co. Jack 
Horn, Cage Co., Chairman 
Public Relations and Keith Mc- 
Shane, Ford Motor Co., Chairman 
Speakers. 


Audrey Johnson 


Heads PAT 

The Executive for the 1957-58 
season the Women’s Personnel As- 
sociation Toronto follows: 

President, Miss Johnson, Work- 
men’s Compensation Board; Vice- 
President, Miss Bradley, Unem- 
ployment Insurance Commission; 
Treasurer, Miss Pidduck, Simp- 
son-Sears Limited; Programme Con- 
vener, Miss Irvine, National Life 
Assurance Co. Canada; Recording 
Secretary, Mrs. Shirer, James 
Richardson Sons; Corresponding 
Secretary, Miss Watson, Cana- 
dian General Electric Co. Limited; 
Journal Representative, Miss Amy 


Booth, Brewers’ Warehousing Co. 
Ltd. 


Some Observations Management 


Collective Bargaining the Real Hero 
combatting the threat Communism 
our Institutions, says this authority. 


Peter 


These remarks will chock-full 
generalizations and warn you 
not take them too seriously too 
literally. They are only the opinions 
and views one man based his 
own experience. have 
respect for own fallibility and 
the inapplicability beliefs and 
findings particular situations be- 
cause the limitations op- 
portunities for observation. have 
not lived cloistered narrow life 
the field industrial relations 
private practice; officer the 
Federal Government Washington 
variety industrial relations 
posts, legal and administrative for 
seventeen years; Federal medi- 
ator; the labor relations vice- 
president one country’s 
largest brewing companies and 
professional arbitrator may per- 
mitted say, without boasting, that 
have seen thing two. But 
deny vigorously that expert 
field which the facts bearing 
the character employers and 
unions and their relations with each 
other are infinitely varied. The 
Biblical quotation “In father’s 
house there are many mansions” has 
very apt applications labor in- 
dustrial relations. 

Accordingly, ask you, giving 
consideration generalizations 


*Excerpts from a talk to the Trans-Canada Per- 
sonnel Conference in Montreal, September 12, 
1957. Mr. Seitz outlines his background in para- 
graph one. 


consider the source. will stand 
and for views, but will not 
contend that they represent the 
whole truth which has not yet been 
revealed any us. 


One other preliminary word. 
experience with and knowledge 
Canadian labor relations and person- 
nel problems even more limited 
than information other fields. 
Accordingly, should well re- 
strict observations experience 
the States. 


first generalization is, that 
country, with considerable speed 
and pace, are coming out the 
Neanderthal era labor relations 
and status which, with 
bit charity and indulgence may 
describe civilization. True, there 
are still areas and enclaves which 
Cro-Magnon management types and 
Java-Man union characters issue 
from their caves, from time time, 
for sanguinary conflict desperate 
endeavour achieve objective 
that looks onlookers like mutual 
destruction. 


But these throwbacks more 
uncivilized society are now, decid- 
edly, the exceptions the rule. The 
progress the last ten years, 
healthier status labor relations 
has been extraordinary and has been 
rapid not entirely ap- 
preciated our own people. There 
have been many circumstances and 
influences that have brought these 


changes about and shall try list 
some them, briefly: 


First, have been fortunate 
enjoy ascending and high- 
level economic activity. Skills, es- 
pecially with the acceleration 
technological advance, since the war, 
have been short supply. Employ- 
ers, excepting the textile and some 
other relatively depressed industries, 
have bid wages regardless 
union demands. Increased labor 
costs, and large, have been pass- 
the public. Profits have 
been comfortable proportions. 
Under these. circumstances, dealing 
with unions and sweetening the con- 
ditions and benefits provided col- 
lective bargaining contracts has not 
been regarded, most employers, 
threat the survival the 
enterprise. 


Second, the war emergency re- 
sulted the creation such tri- 
partite agencies the National War 
Labor Board and the National Wage 
Stabilization Boards. These tempor- 
ary agencies, with regional divi- 
sions all over the country, provided 
opportunity for management and 
union officials work together for 
common purposes, become expos- 
and many cases, establish per- 
sonal friendships which could not 
have flourished without this common 
experience. Further, the necessities 
war controls resulted breaking 
down some the principles and 
shibboleths which were the battle 
cries and rallying calls conflict 
the past. Most importantly, the 
needs continued production re- 
sulted the National War Labor 
Board ordering included all 
agreements settling disputes refer- 
red for resolution, provisions 
for grievance procedures with the 
final step arbitration. 

The far-reaching impact this 
development industrial peace 
not sufficiently appreciated, cannot 
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exaggerated. most unusual 
today find collective agreement 
the U.S.A. without 
sions. result this growth 
arbitration, generally, lieu re- 
sort economic force, there has 
been salutory growth ex- 
perienced corps private arbitrat- 
ors many whom spend all 
large part their time arbitra- 
tion. 

Another interesting development 
that involving the permanent ar- 
bitrator umpire. Every year ad- 
ditional industries individual com- 
panies, collaboration with the 
unions with which they deal, en- 
gage arbitrator, usually re- 
tainer for year series years, 
resolve arbitration award all 
grievances that arise the course 
the contract term which are not 
settled the steps the grievance 
procedure. All the basic steel com- 
panies, the major automotive com- 
panies, the rubber companies, two 
major can companies, the major air- 
craft manufacturing companies and 
many other companies the 
unions with which they contract, 
jointly employ permanent arbi- 
trator under such arrangements. 

Third, another factor making for 
industrial stability, peace and im- 
provement the management-labor 
relationship the changing char- 
acter management and union 
leadership. Labor relations the 
past, typically, were conducted 
behalf management rugged 
individualists, self-made men who, 
often not, were owners the 
enterprise. their industrial world 
there was place for trade union- 
ism. 


Labor Relations Men 


They are being 


younger men, frequently university- 
trained who, real sense, are 
developing professionalism the 
field management-union relations. 
They have working for them their 
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new and ever-expanding Labor Re- 
lations departments even younger 
men, some whom have been ex- 
posed industrial relations courses 
their college work. They tend 
take broader, more catholic view 
the public function business 
enterprise and the role trade 
unionism. The art accommoda- 
tion, not always mastered, least 
recognized desirable tool and 
legitimate objective. 

Many these people came out 
the shop and were once union 
members themselves. The manage- 
ment leader earlier days never 
had the advantage having at- 
tended union meetings hav- 
ing exposed himself rank and file 
thinking. The younger people have 
not only attended union meetings; 
they have gone conferences and 
work-shops the American Man- 
agement Association, discussions 


industrial relations University 


campuses, management develop- 
ment courses. Some them even 
dip, with advantage, into the con- 
siderable volume relations 
literature that has been published 
recent years book form, 
magazines and the multitudinous 
services available those who wish 
keep informed current think- 
ing and events. Many them have 
developed friendships and acquain- 
tanceships with people the union 
side the fence whose social status 
and standing the community have 
been elevated with the comparative- 
recent success unions. 


Union Men 


Their opposite numbers, the of- 
ficials international local 
unions, have also changed strik- 
ing way. One the most significant 
developments our time 
trade unionism longer, gener- 
ally, radical movement revolt 
and protest against capitalistic so- 
ciety. longer, except spe- 
cial and selected depressed indus- 


tries and areas, the rallying point 
for the oppressed and the down- 
trodden. and large, your 
country, and mine, the calls 
fight the barricades and revolu- 
tionary ideologies fall deaf ears 
when they are addressed workers 
who enjoy the benefits our typi- 
ments. High wage rates, seniority 
systems, 
holiday and vacation pay, work- 
men’s compensation, welfare plans, 
pension plans, unemployment com- 
pensation and supplementary unem- 
ployment benefits have tended 
take the steam out radical union- 
ism. this has been added the de- 
termination such leaders Phil 
Murray and Walter Reuther fight 
the Communists their ranks. 
our country today, there are many 
threats clean and constructive 
trade unionism but Communism 
longer one that awakens appre- 
hension any but the most fear- 
ful and hysterical bosoms. 


Inasmuch have given credit 
individuals combatting the 
threat Communism our insti- 
tutions, justice requires that men- 
tion the real hero responsible for 
the victory. That hero, sin- 
cere judgment and conviction, 
the institution Collective Bar- 
gaining itself. Faced with fair 
choice between dictatorship 
proletariat and system which 
the terms and conditions their 
labor and compensation 
determined the give and take 
bargaining between the representa- 
tives management and their own 
freely chosen representatives, work- 
ers exposed the freedoms im- 
plicit and experienced our so- 
ciety chose the road which led away 
from Communism. This should have 
been lesson management peo- 
ple little faith; but afraid 
that those who were lacking 
faith the past, and whose fears 
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than their judgments, are not likely 
learn much. should also 
lesson those who are more 
achieved ideal system efficiency 
which would without the nuis- 
ance trade unionism. Destroy 
weaken trade unions and again the 
workers will called upon radi- 
cal leaders make choice be- 
tween the practices and 
tutions industrial democracy 
and dictatorship the proletariat 
some form other. Collective 
bargaining the balancing wheel 
our system. 

The fact that unions, the 
United States, can said have 
accepted the basics capitalistic 
society. With the increase mem- 
bership, large treasuries, large wel- 
fare and pension funds administer 
and invest, high rates pay and 
host other duties 
bilities, unions themselves have be- 


This leads observe that 
there curious ambivalence 
the attitudes some management 
people and members the public 
toward union leaders. the one 
hand ask union officials bring 
responsibility, stability, business un- 
derstanding and thinking into the 
union organization and the ad- 
ministration their jobs. fre- 
quently insisted that they provide 
brave and courageous leadership 
these matters and respects even 
when would seem clear that 
too far and too fast could have 
disastrous effects upon their politi- 
cal survival. the other hand, 
when the union leader eats well, 
lives well, drives Cadillac, goes 
down Florida, the newspapers re- 
gard him some kind racketeer 
and enemy society. 


not condone the slightest 
degree the malfeasances and non- 
feasances many our union 


leaders, but insist that trade 
unionism, generally, not 
judged its freaks and racketeers 
any more than management should 
judged some pretty wacky and 
unsavory characters who shall 
anonymous this report. cer- 
tain own mind that unless 
the trade union movement, view 
its great influence and impact 
our society, rids itself its criminal 
and questionable elements, govern- 
mental action some form other 
inevitable. personally, believe 
that the trade union movement 
this regard was respect 
the Communist menace. According- 
ly, should prefer very slow- 
with legislative reform. After all, 
legislation designed clean (so 
speak) the trade union movement 
two edged sword. There are 
many respects which could 
urged that government 
tervene greater degree than 
has the organization 
ministration industrial manage- 
ment. Both our countries, believe, 
are dedicated free society 
and this means anything sig- 
nifies that government intrudes only 
when private persons their 
voluntary associations fail conduct 
themselves ways regarded 
conformity with current concepts 
the public interest. 


look the matter candidly 
think will all agree that would 
great mistake, uncritically 
apply the standards ethics appli- 
cable the business community 
union leaders. for one, feel that 
that standard not sufficiently ele- 
vated. experience and observa- 
tion have been broad enough in- 
still something less than unmeasured 
pride the way many businessmen 
deal with each other, with their own 
firms and with their governments. 
Outstanding exceptions unwaver- 
ing rectitude only prove the rule. 
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matter fact, despite the hul- 
labalo the legislative halls and 
the press case can made out for 
the position that most Union lead- 
ers play less hanky-pank with the 
moneys confided their handling 
than business leaders. But even 
this should not true clear 
that business firm profit mak- 
ing enterprise; union kind 
association workers banded to- 
gether for mutual 
vival and welfare. see reason 


why Union leader should not 
subject the liabilities trustee 
whenever has authority over 
Union funds and makes Union pol- 
icy and decisions. not delude 
that this will “clean up” the 
dirty spots the union picture but 
would preferable other 
kinds action urged some fac- 
tions management who feel that 
the only way make progress 
“pass law”, not designed re- 
form but weaken trade unions. 


Women—One Quarter Our Total Labor Foree 


Marion 


“Do not talk about man- 
power any more because the man- 
power question has been solved 
remarked President 
Roosevelt critical stage Amer- 
ican participation the Second 
World War. Hyperbole was 
sure, 
disarming manner, yet not without 
large women who took 
over men’s jobs during the war cer- 
tainly solve many the 
manpower shortages the United 
States and elsewhere. Since the war 
this accelerated movement wo- 
men into the labor market has con- 
tinued. Canada women now 


*Miss Royce is Director of the Women’s Bureau 
Dept. of Labor, Ottawa. She studied at McMas- 
ter University and Universities of Toronto and 
Chicago. Her professional life in education and 
social work has included a long period with the 
World Y.W.C.A., (headquarters Geneva, Switzer- 
land), as Secretary for Social and International 
Questions relating especially to the role and 
status of women. Principal of Moulton College, 
Toronto, 1952-1954. Appointed first Director of 
Women’s Bureau, Federal Department of Labour, 
September, 1954. 


form almost one-quarter the total 
labor force. Ontario and British 
Columbia, where larger numbers 
women are employed than the 
other provinces, the proportion 
June, 1957, was 26.5%. 

recent years the most striking 
change the female labor force has 
been the increase the number 
married women who are working. 
June this year, every ten 
women Canada with jobs four 
were married, one was either widow- 
ed, divorced separated, and five 
were single. the same month, 
16% all married women years 
age and over had jobs con- 
and 11.9% 

Alongside~ 
change the marital status work- 
ing women there has occurred 
equally important change the 
age structure the women’s labor 
force. The largest group, pre- 
sent two-fifths, continues 
the age range from 44, but 
during the past fifteen years the 
proportion working women be- 


tween and years age has 
grown substantially until the pre- 
sent time more than one-fifth are 
this age group. Many these 
are women whose children have 
and who are now more 
free take work outside the home. 


Another significant trend de- 
crease the proportion adoles- 
cent girls who are working. 
1947 nearly 37% all girls from 
years age were employed 
but 1955 their participation rate 
had decreased 33%. This reduc- 
tion means that larger numbers 
girls are tending remain longer 
school take additional train- 
ing before looking for jobs, and 
may also reflect the lower age 
marriage since the war (Figures re- 
cently issued the Dominion 
Bureau Statistics indicate that 
1956, 31.6% all girls between the 
ages and were married.) 
Because the low birth rate the 
thirties the proportion the female 
labor force the age group 
24, present one-fifth, probably 
smaller than would usually true. 


more and more women enter 
the labor force they tend move 
into wider variety occupations. 
Women, for instance, are econom- 
ists, accountants, journalists, uphol- 
sterers, chemists, taxi drivers, tele- 
graph operators, real estate agents 
and window decorators; there are 
small number dentists, few arch- 
itects and some lawyers. More 
marked, however, the fact that 
they tend concentrate limited 
number fields. 
twenty occupations accounted for 
more than three-quarters the en- 
tire female labor force, and nearly 
one-half the women work were 
concentrated six occupations. 
They had jobs either stenograph- 
ers and typists, office clerks, sales 
clerks, household workers, school 


When the 1951 


teachers, bookkeepers and cash- 
iers. these only the office clerks 
were outnumbered men. Teach- 
ers and nurses accounted for about 
three-quarters all women pro- 
fessional fields. 


These help delineate the 
concerns the Women’s Bureau; 
for example, the effects the dual 
responsibilities married women 
workers, especially they are moth- 
ers; the difficulties women 
forty more who are ready re- 
sume gainful work; the questions 
that face teenage girls their choice 
occupations, their opportunities 
for vocational training and their at- 
titude their jobs. There are also 
the obstacles the way promo- 
tion often outstandingly com- 
petent women; the relatively low 
earnings women workers and the 
fact that even when they are doing 
the same jobs men they are some- 
times paid less; the hours and con- 
ditions women’s work industry; 
labor legislation affects women 
workers; the conditions and oppor- 
tunities traditional occupations 
women and their job outlook 
new fields; the effects technologi- 
cal change women’s work. 


was order study such 
questions, disseminate informa- 
tion regarding the women’s labour 
force and work for better stan- 
dards women’s employment that 
September, 1954, branch the 
Federal Department Labour. 


Bureau Projects 


One its first major undertak- 
ings has been survey married 
women who are working for pay, 
the aims which are find out: 
what factors lead married women 
seek jobs outside their homes; 
what kinds jobs they are doing 
and have done; their attitudes 
their work and the kinds edu- 
cation and training they have had; 
how they manage their dual respon- 


4q 
q 


— 


sibilities; and what they feel they 
achieve through working for pay. 
The field work the survey was 
carried out with the help social 
research staff eight universities 
and the results are present being 
analyzed and compiled report 
which will published towards the 
end 1957. 


Having mind adolescent girls 
who are facing decisions regarding 
vocation, the Women’s Bureau has 
just completed enquiry into the 
occupational choices women. 
With the cooperation the officers 
the Canadian Federation Uni- 
versity Women, questionnaire was 
addressed women graduates, both 
English and French speaking, all 
parts Canada. The results this 
entitled “Whys and re- 
count the professional experience 
and attitudes women wide 
variety fields who have had the 
advantage adequate preparation 
for their work. 


Recently with assistance from oth- 
branches the Department 
Labour sixty-page pamphlet en- 
titled “Women Work Canada” 
has been issued. This book pre- 
sents graphic statistical form the 
main facts regarding the composi- 
tion the women’s labour force 
age, marital status and occupation- 
distribution. There are chapters, 
too, dealing with women’s earnings, 
legislation affecting women workers 
and conditions work selected 
industries. Also with the coopera- 
tion the departmental editor 
column “With the Women’s Bureau” 
carried monthly issues the 
Labour Gazette. Here are recorded 
significant developments 
men’s work economic 
status Canada and elsewhere 
the world. 


The Women’s Bureau endeavours 
maintain liaison with various 
> 
agencies concerned with women’s 


work, including professional, busi- 
ness, government and labor organ- 
izations. Frequent enquiries are re- 
ceived from organizations and indi- 
viduals. During the past year equal 
pay legislation Canada has been 
the most frequent subject en- 
quiry. Next have been requests for 
information regarding numbers, oc- 
cupations, earnings and working con- 
ditions women, with particular 
emphasis married women. Ma- 
terial vocational counselling and 
information regarding vocational 
training for women and girls are 
constant demand. Numerous en- 
quiries are received also regarding 
women’s participation public life 
and the labor movement. 


(1) Available from the Queen’s Printer, Price 
Ten Cents per copy. 

(2) Available from the Queen’s Printer, Price 
Twenty-five cents per copy. 


BOOK REVIEWS 


U.C.L.A. CONFERENCE 


Proceedings UCLA’S First Con- 
ference Research Developments 
Personnel Management. $1.00. In- 
stitute Industrial Relations, Los 
Angeles 2A, California. 

Highlight this report Dale 
Yoder’s answer these questions: 
Where personnel management 
headed? What changes can ex- 
pected the future? How can per- 
sonnel men meet these future as- 
signments? 

Here’s how starts: 


“Perhaps the most obvious char- 
teristic the future personnel 
management the recognition 
receiving and will receive. From 
coast coast personnel men have 
arrived. Yesterday, the industrial re- 
lations man had minor part the 
drama work and working relation- 
ships. was far the side the 
central scene, largely spectator 
the day-to-day, front-page action. To- 
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day plays major role. Tomor- 
row may well become the star. 

“Yesterday, was friend the 
management family poor re- 
tolerated, largely because most em- 
ployers wanted style. you 
called the personnel manager, 
you were often directed small 
shack the far corner the com- 
pany lot. The personnel man was 
blustery backslapper, furtive 
fanny-patter, sometimes merely 
jittery, insecure, worried, wistful 
watcher, well out the main stream 
working relationships. 

“Today—and the tomorrows 
ahead—all this has changed. The per- 
sonnel manager has moved from far 
out left field home plate. To- 
day and tomorrow very real- 
istically bat. person ushered 
into his offices now overwhelmed 
with lavish furnishings—carpets that 
tickle the ankles. His office has been 
moved from the small shack back 
the front the building”. 

Here’s how ends: “The future 

Besides this tremendously stimu- 
lating paper, there are dozen oth- 
ers all looking the 
function. 


The Pattern Management 
review Clare Fraser 


Those who have followed 
ing Colonel Lyndall Urwick 
over the years will find his recent 
little book reminder his many 
contributions ideas manage- 
ment. Those whom this senior 
coach and scholar new voice 
will find what its title says, Pat- 
tern Management. Published 
Thomas Allen, price $3.00. 

Presented five lectures April 
1955 the University Minnesota, 
the material sketches the growth 
understanding the art man- 


agement, and brings the subject into 
current focus. The headings the 
various chapters convey the intent 
and scope the lectures— Manage- 
ment Adaptive Society; the 
Marriage Theory and Practice; 
The Main Outline Management 
Knowledge; The Principles Gov- 
ernment and Leadership; The Prin- 
ciples Government and Man- 
agement. 


Very little the subject matter 
presented will novel those fa- 
miliar with Urwick’s work over the 
past twenty-five years. His many 
students and followers will re- 
minded his Management To- 
morrow (1933); his 
ment organization structure 
Problem (1933), which made this 
reviewer and many other people 
more aware how cope with 
that aspect administration. They 
will see again his scheme thought 
what management people and 
how they it, systematized his 
various papers, and gathered into 
his book The Elements Admini- 
stration (1943). They will travel 
with his mind back over the pages 
national and international man- 
agement history, being reminded 
the report prepared (1938) for 
the Seventh International Manage- 
ment Congress the Development 
Scientific Management Great 
Britain. They will see again the re- 
flection his Education for Man- 
agement, the white paper prepared 
for the Britain Ministry Educa- 
tion (1947) which formed base 
for his more recent inquiries into 
management education the United 
States. They will recall his lectures 
here Canada, the University 
Toronto, the Canadian Club 
Montreal, Timmins, and else- 
where. But being reminded 
these and many other interprea- 
tions this great exponent the 
management craft, reading this 
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new little book his “old boys” will 
see these things the perspective 
and synthesis senior leader who 
looks back over long trail ex- 
ploration, and who points the way 
that lies ahead. 


For readers and students who are 
not well acquainted with his long 
and varied explorations, the scores 
source material 
lectures will lead further studies 
they may make those points 
which the lecturer could give only 
casual attention within the limits 
time and space. 


There will criticisms this 
book. Some will call superficial. 
Some will find the style too light- 
hearted and epigramatic, while oth- 
ers may say repetitious. But 
for this reviewer, and many other 
readers too this little book Pat- 
tern, will chart condensed 
map the travels the mind 
one our great explorers and guid- 
management experience and 


thought. 


PLANS 


Private Unemployment Benefit Plans 
Canadian Industry 
(Dept. Industrial Relations, 
Queen’s University, 
University, Kingston, Ont.) 
Bulletin #15. pp. 


the last two years, private un- 
employment benefit plans have be- 
come increasingly important the 
United States. Although 
schemes are comparatively new 
Canadian industry, evident that 
this country are going fol- 
low the American pattern closely. 
Consequently seemed opportune 
Professor James Cameron, as- 
sisted his department lecturer 
Young, outline the emerg- 
ing pattern Canadian plans and 
offer assessment their impact 


the field industrial relations. 


those who are considering the 
establishment private unem- 
ployment benefit plan, this study 
will immense practical value. 


The leading chapter American 
experience alone shows the depth 
which the authors pursued their 
study order draw accurate 
comparisons. America’s lead this 
new fringe benefit has been useful 
Canadian industry which was 
able study the pros and 
the various schemes evolving the 
States then select the most practical 
for its own use. 


far, only fifteen companies 
Canada 
plans this new field—eleven have 
supplemental 
fit plans and four have plans guar- 
anteeing earnings but many more 
Canadian organizations have negot- 
iated SUB plans. obvious that 
this infant lusty and its growth 
might difficult restrain. 

Trade unions are watching its 
growth with great interest and, 
doubt, will increase their efforts 
gain for more and more their 
members this additional form 
security. 


Even the Dominion Government 
seems have recognized the force 
the tide—at first tacitly then later 
actually amending the Unemploy- 
ment Insurance Act and the In- 
come Tax Act shown the 
chapter covering government regu- 
lations. 

The authors have been meticu- 
lous dealing with such important 
issues costs, service requirements, 
labour mobility, level benefits, 
severance pay and the effect 
automation. They have also peered 
into the crystal ball give some in- 
dication future trends. 

With the wealth material pack- 
into these pages, has 
made timely and valuable contri- 
bution Canadian industrial man- 
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agement and particularly those 
companies which have not yet over- 
come the problems the seasonal 
lay-off. 


“The Labour Injunction British 
published C.C.H. Canadian Lim- 
ited, Toronto and Montreal. 


the University British Columbia 
told the Canadian Bar Association 
convention Banff that Canada’s 
legislatures should establish firm 
policy the legality picketing. 
said there had been court 
case which has established firm 
precedent the legality the 
picket line. 


This, and the use the injunc- 
tion Murdochville and Lever 
Brothers Toronto, brings into the 
spotlight the whole matter picket- 
ing and injunction. have sought 
have this matter covered the 
Personnel Journal, but subject 
which cannot dealt with brief. 
therefore call your attention 
book published November 
last year which deals with both 
these subjects the detail which 
their importance warrants. 


The Carruthers study was under- 
taken with the assistance re- 
seach grant from the Labour Depart- 
ment—University Research Program, 
and while detailed enough for 
layman. 

draw this book your atten- 
tion because its timeliness. 


Ryerson Lectures 
Personnel 

The Education Committee the 
Personnel Association Toronto 
chaired Jim Nicol has worked 
with Wes Peacock the Ryerson 
Institute Technology develop- 
ing twenty-lecture general course 
Personnel Administration which 


will given each Monday evening 
from 7:30 9:30 starting October 


Lecturers will prominent mem- 
bers the Association including 
Rae Perigoe, who will take the first 
two evenings “Reasons for Per- 
sonnel Administration”, Bill Clark 
speaking “Orientation, Induction 
and Training” November, Stew 
Cheney December “Wage and 
Salary Administration”, Gord Harri- 
son January “Placement and 
Separation”, Harold Clawson Feb- 
ruary “Union Relations and Col- 
lective Bargaining”. 

Others the programme are 
Linklater Gair, Brown Radio 
Valve, Olenbittle Hydro, 
Lancaster Borden’s, Hanagan 
Amalgamated Electric, and for- 
mer President the Association, 
George Pettit. 


Wage Spiral Nov, Subject 


PAT’s Annual Fall Conference will 
this year take look the wage 
spiral and attempt provide man- 
agement with some means coping 
with it. 

Bill Oliver and Bill Clarke have 
teamed organize what looks 
like one the most practical con- 
ferences PAT has put on. 


Two noted economists, Stuart 
Armour, economic adviser the 
president, The Steel Company, and 
Hipp, vice-president finance 
C.G.E., will outline the economic 
conditions causing the spiral, and 
then the audience will given 
opportunity query panel con- 
relations executives. 


The idea present use the 
Phillips technique. This divides 
the audience into sections six with 
chairman and recording secretary. 
The group composes questions and 
these are conveyed the panel. 
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What Price 


have bought time and 


Ralph 


the brief span two genera- 
tions the average man has received 
bonus much time for his 
own use that great many viewers- 
with-alarm have grave fears 
how will spend it. 


emphasize this let make 
quick comparison, statistician, 
the time available today’s work- 
ing man with that available his 
grandfather, years ago. 


the first place will live 
longer straight gain years. 
Also his work week has gone down 
some hours—a one-third re- 
duction. Conservatively taking his 
working life years, this repre- 
sents further gain years. Also 
gets public holidays and vaca- 
tions with pay amounting about 
month, year—roughly another 
years total. 


These gains total almost years 
and yet taken into ac- 
count the fact that about 
years older when leaves school 
and about years younger when 
quits work—often with pension. 


our gain years now be- 
comes about years, and, since 
have set his working life 
years, are confronted with the 
apparent fact that producing 


*Mr. Presgrave’s erudite paper, asking more 
questions than it answered, was designed to 
stimulate the thinking of those attending the 
McGill Industrial Relations Conference. It de- 
serves more than this small quote, but it’s all 
the room had. You can get full from 
McGill’s Industrial Relations Centre = $1.00. 
Mr. Presgrave is vice-president of J. Woods 
& Gordon. 


Technology? 


the essence 


more than twice much his 
grandfather did and doing 
minus years. 


Well, there need dwell 
the several fallacies this vari- 
ant old vaudeville joke. The 
truth still startling enough. 


Although about dozen years 
the gain the average age death 
are the result reduction infant 
mortality, the average working man 
does live some years longer, 
does live better, and because 
shorter working hours still has 
likes. should point out that this 
last net waking time not diminish- 
and from work. So, you care 
equate with actual living time you 
might regard the equivalent 
industrial technology addition 
the longer life bestowed medical 
and other research.. Thus, not only 
does our man have three times 
but exaggeration say that 
years life while can enjoy 
them. 


repeat—we have bought time 
and, the saying goes, time 
the essence. there are moral 
problems—and you can sure there 
are—they hinge part upon what 
are doing with the time have 
saved. Some appears have 
been frittered away used pro- 
duce things would better off 
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without. the other hand 
time that has made possible the man- 
hours for medical research for 
travel, for education, for cultural 
pursuits, for industrial research that 
ends releasing even more time. 

Not get too high-minded—it 
has also produced great financial 
profit. That doubt what Ben- 
jamin Franklin had mind with his 
Advice Young Tradesman: “Re- 
member, time money.” prefer 
Bernard Shaw’s more mature: “We 
say that time money. civiliza- 
tion, art, leisure, pleasure, life more 

need hardly remark that the 
lure profit not the only motivat- 
ing force, nor the scientific man- 
ager the only one who devoted 
the cause. The medical scientist 
who prolongs useful life; the physi- 
cist who develops new sources 
power; the chemist who produces 
new synthetics; the agronomist who 
increases the yield per acre; the 
geneticist who develops 
ductive hybrids. The list endless, 
and all are essentially involved 
the saving time whether they real- 
everyone who pulls his weight 
society. 

This concept constantly rising 
productivity has given rise what 
often and aptly termed the Sec- 
ond American Revolution. now 
clear that North America irrevo- 
cably committed economic 
philosophy unparalleled force. 
Having confounded much economic 
theory, this philosophy 
cended economic theory become 
almost religion. last see the 
way defeat man’s ancient enemies 
—poverty, illiteracy, famine and dis- 
ease, largely following the rule 
that the less thing costs the more 
people can have it. Could technol- 
ogy end the scourge war? Some 
think may, either raising living 
standards too high risk, making 
all victory Pyrrhic, making 
war too hideous contemplate. 


think technology providing ma- 
terial prosperity, goes much 
deeper than that for has become 
matter stark physical survival. 
Our productivity not only supports 
our military but because 
does without reducing the people 
serfdom (they have both guns 
butter) also sustains our ideologi- 
cal convictions. 


Public Personnel Institute 
Ottawa 


Coleman Canadian Ar- 
senals Ltd. president the Pub- 
lic Personnel Institute Ottawa. 
First vice-president Code, 
Department Mines Technical 
Maxwell, Department National 
Trade and 


LETTERS THE EDITOR: 


The following are the new areas 
study undertaken the Labour 
Department University Research 
Program and the personnel who are 
carrying them forward. 

(1) Mr. Anton the Econ- 
omics Faculty the University 
Alberta, conducting study the 
supervised strike vote with particu- 
lar reference Alberta and British 
Columbia. 

(2) Father Gerard Hebert Mc- 
study the Judicial Extension 
Collective Agreements the Quebec 
Building Industry. 

(3) Mr. Kruger, graduate 
student Economics the Uni- 
study Labour Management Rela- 
tions the Canadian Basic Steel 
Industry. 

Yours very truly, 

George Haythorne, 
Assistant Deputy Minister, 
Dept. Labour, Ottawa. 
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PLACEMENT CONSULTANTS 


Their Role and their Responsibilities 


Industrial and business expansion 
continues rapid rate Canada. 
Experts tell that opportunities are 
greater here than any other coun- 
try the world. are meet 
this challenge and compete world 
markets we, realistic employers, 
know that productivity must in- 
creased. This means employing the 
most efficient personnel obtainable. 


placement consultants provide assis- 
tance companies wishing im- 
prove the calibre their present 
staff. Qualified applicants who are 
employed similar capacity are 
available through these channels. 
using this approach the company 
eliminates costly advertising and in- 
itial screening expenses and, most 
cases, only pays fee employs 
one the applicants referred. Ap- 
plications are handled with discre- 
tion and without embarrassment 
employer applicant. 


has taken time accustom 
companies the value having 
“in between” organization confer 
with they seek qualified staff. 
Many have said “This what our 
Personnel Department paid do. 


*Betty Smith was a personnel officer until she 
“retired” to be a housewife. She came back to 
the field three years ago to find competent 
female help for industry and commerce. The 
business which she founded at that time, Per- 


sonnel Placement Service, has been eminently 
successful. 


only employ junior staff and are 
able fill our senior vacancies from 
within our own organization”. 


This ideal arrangement and 
one which should encouraged. 
However, there are times when the 
system breaks down and the right 
person not readily available, 
for number reasons the informa- 
tion regarding the change vacancy 
must kept confidential. place- 
ment consultant can provide invalu- 
able assistance these situations. 


all probability the consultant has 
people registered with him who could 
fill such position. has had 
opportunity interview the appli- 
cant relaxed setting. The appli- 
cant likely currently employed, 
desperate hurry move, not 
actively seeking new position and 
not trying quality disquality 
himself for any one position. The 
Consultant can appraise him more 
objectively and knows him well 
the time few company interviews 
have been arranged. Psychological 
and skill tests may have been ad- 
ministered and valuable reference 
checks completed. 


consultant works with com- 
pany able appreciate its or- 
ganization and particular social cli- 
who obviously would fit well into 
this pattern able acquaint 
the company with the 
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qualifications. Perhaps impending 
move can discussed and the right 
employee located advance. Since 
personality match important 
this constitutes important saving. 


What happens the new em- 
ployee during his first few months 
job? Once the initial enthusiasm 
has gone, may become disap- 
pointed disillusioned. The position 
does not seem developing 
had expected would. Perhaps 
all needs discuss the matter 
with someone removed 
situation. 


Where the company without 
personnel department, 
conversation further interview 
with the placement consultant en- 
ables him talk out the situation 
detached setting. This may 
all that necessary. Maybe 
should discuss the situation with his 
boss. Perhaps his own attitude needs 
changed. The consultant will 
assist the employee better under- 
stand the situation and work 
through the difficult period. Other- 
wise valuable employee might 
lost the company. 


Comparison with Employment 
Agencies. 


the larger Canadian cities 
placement consultants have been 
working for several years with ex- 
ecutive and sales personnel. Recent- 
they have entered the female field 
and have begun work more 
junior levels for male personnel. 
Many these firms are classified 
employment agencies term 
which not only misunderstood but 
makes one think immediately un- 
fortunate Canadian experience prior 
the depression current situ- 
ations some parts the United 
States. The agency should more 
correctly strictly defined 
“in between” organization, bringing 
employers and applicants together. 
Agencies are interested merely 
basic statistics and are not attempt- 
ing provide professional con- 


sulting counselling service. Some 
agencies employing their own staff 
whom they send out companies 
are providing valuable peak load 
basis. Universities, school, business 
machine organizations 
tions very often have placement 
employment function extra 
service the public. Phychological 
and management consultants assist 
companies they know well when the 
organization looking for key per- 
sonnel. The Placement Consultant 
doing specialized job quite dif- 
ferent from the service rendered 
permanent and temporary agencies, 
government departments, schools, 
universities and 
providing the extra service 
discussed earlier. 


Responsibilities 


Many companies have resisted the 
growth this business feeling that 
such organizations tend make 
easier for their own staff locate 
other positions. people are un- 
settled their jobs they tend be- 
come less productive and often very 
difficult handle. talking with 
outside consultant they may de- 
cide that their present position has 
lot good points they had failed 
consider. Thus they can become 
satisfied, well adjusted 
tive employees. However, 
expanding and competitive economy 
more people must make full use 
all their capabilities. Therefore, 
they can locate more satisfying 
position for them individuals, this 
good for society. 


The consultant with code 
ethics only going place people 
better positions. will not talk 
person about change unless, 
making this change, can im- 
prove himself. all cases where 
placement made will encour- 
age the applicants give ample and 
reasonable notice his present em- 
ployer. 
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The responsible consultant will 
deal only with applicants who in- 
itiate interest outside oppor- 
tunities. will not place tempting 
offers front those whom has 
placed positions. other words, 
will take his role seriously and 
honest not only with himself, but 
with employers and applicants. 


What the future 

This business which has de- 
veloped and expanded tight 
labor market. When responsible, 
skilled and professional personnel 
are more plentiful will there still 
place for the placement consul- 
tant? Many the marginal organiz- 
ations those who have not main- 
tained high standards will drop out 
the picture. Those with high 
standards providing truly profes- 


Round Table Man and Industry 


The rapid expansion industry 
Canada has long since given the 
lie our depression-born fears that 
the end World War would 
bring return the poverty the 
thirties. Despite measure infla- 
tion are prosperous; more and 
more Canadians have the income 
they need buy the things they 
want. 

But industrial growth has also 
done much more than merely in- 
crease our physical possessions and 
the quantity goods consume. 
has made marked changes the 
way life millions people. 
has forced the growth whole new 
towns, the outskirts existing 
cities and previously rural 
wilderness areas. 

minute look life these 
areas being taken group 
business, industrial, labour, govern- 
ment, and professional leaders 
collaboration with the University 
Toronto. Their chairman Craw- 
ford Gordon, president Roe 


sional service will needed or- 
ganizations seeking specialized 
competent staff particularly they 
are not position handle 
unwieldy response newspaper ad- 
vertisements. 


difficult for any relatively 
new service forecast its future. 
However, our economy expands 
and the trend urban living 
continues, becomes much more 
difficult and expensive for compa- 
nies locate competent staff the 
right time and for individual appli- 
cants find the right position, with- 
out intermediary. 

Employers have indicated that 
they are studying the development 
this new service, and are con- 
sidering how can best adapted 
their needs. 


Canada Limited, and they are 
known the Round Table Man 
and Industry. 

Between the three annual one- 
week sessions its members (next 
one Nov. 3-8), the Round Table 
sponsors ‘continuing organized 
program social research. They 
are facing many important 
questions. 

shorter working hours make 
for all the extra time and temper 
used commuting? Are hous- 
ing conditions good they might 
be, extra cost, community 
planning were approached different- 
advance mushrooming de- 
velopments? Are people losing ini- 
tiative and creativity under the in- 
fluence and other potential 
pressures toward conformity? 

Some worthwhile understanding 
such things can come only 
through hard thinking like that be- 
ing undertaken the industrial and 
other leaders belonging the 
Round Table. 
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